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In the influence of economic globalization, the competition among enterprises 
keeps upgrading, but ultimately, talents has been becoming the core factor of 
competition among modern enterprises. Since entering the 21st century, new 
generation staff have become an important part of the workforce in the enterprise, 
they are both the main creators of enterprise’s future value and the potential resources 
to achieve competitive advantage of the enterprise. But due to the special birth 
background and growth environment, the new generation staff develop their unique 
work value and personality characteristics, which are mainly reflected in workplace. 
High staff turnover is one of their professional characteristics, and presented serious 
challenges to enterprises. To a certain extent, this issue has hindered enterprises’ 
stability and development, and also is bad for individual career. Therefore, it is 
necessary for in-depth research on the new generation staff’s turnover. This article 
regards the new generation staff as research object, introducing the intermediary 
variable of organizational cynicism to explore the relationship between organizational 
justice and turnover intention, and turnout intention to provide some guidance for 
enterprises to effectively control the new generation staff turnover.  
This paper overviews previous related literature on organizational justice, 
organizational cynicism and turnover, and then establishes the research framework, 
based on the research before. The research regarded 236 new generation employees 
from different positions and enterprises as sample, carrying on the questionnaires 
research about their perceptions of organizational justice, organizational cynicism and 
turnover intention. Then used SPSS17.0 software to analyze data and test hypothesis. 
Finally, we put forward some constructive suggestions to the enterprises for reference. 
Through questionnaire surveys and statistical analysis, this study reached the 
following conclusions: 
1.The new generation staff’s perception on organizational justice, including 














2.The new generation staff’s organizational cynicism can positively predict 
turnover intention, only one of its three dimensions, the belief, can significantly 
predict turnover intention positively. 
3.The new generation staff’s perception on organizational justice, including 
distribution justice and interaction justice, has a negative and significant influence on 
turnover intention, while the procedure justice is not significant in predicting. 
4.Organizational cynicism partially mediates the relationships between 
organizational justice and turnover intention, and interaction justice and turnover 
intention, but acts the entirely intermediary role in the relationship between 
distribution justice and turnover intention. 
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第一章  绪论 
第一节  研究背景 
随着全球经济的快速发展，工作机会的日益增多，人才流动越来越频繁，企
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